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Developing Relationships and Workplace Achievements
[bookmark: _Toc110884226]Introduction
A lot of hours get spent by a person at work, which might be very stressful, resulting in mental health problems due to anxiety and mental health-related ailments. To prevent such problems, Marks & Spenser tends to offer an employee training program to enhance their mental health. According to Armstrong, a good employee relationship will be very crucial in the organization since it creates better working conditions (121). In addition, a positive relationship among coworkers will create good working conditions. Most corporations such as Marks & Spenser have realized this and are coaching their workforce in building and sustaining a friendly and healthy environment with their coworkers. Enhanced personal employee relationships lead to a reduced level of stress, thus building motivation and confidence to work within the corporation. Performance management will be important for Marks & Spenser company as it helps plan, monitor, review, and reward the workforce (Preckel et al., 692). The company also uses vehicles like 360-degree feedback, 540-degree feedback, management by objectives (M.B.O.), and individual Pay Related performance (I.P.R.P.) to identify and satisfy the development needs of individual employees in meeting an organizational and personal success. This report discusses the performance cycle and various vehicles that identify and fulfill employee development.


[bookmark: _Toc110884227]Performance Management
	Performance management in an organization could be defined as a continuous communication process between a supervisor and a worker that happens throughout the year to attain that company's strategic objective. The communication process usually entails reviewing outcomes, providing feedback, identifying goals, setting objectives, and clarifying expectations (Armstrong 103). Open communication within the workplace permits every worker to feel comfortable and safe, thus, sharing thoughts and ideas that need patience. Therefore, an individual should never be confrontational or judgmental while talking to the other since it may create a hostile relationship. The supervisor or leadership of Marks & Spenser spending time with workers outside and inside the workplace may enhance friendship, which will motivate them to work and, in turn, increase productivity. Pulakos, Mueller-Hanson, and Sharon highlight that Marks & Spenser mostly benefits from such positive relations since employees' job satisfaction improves job loyalty and productivity to the corporation, hence attaching more value to their work (252).
[bookmark: _Toc110884228]Performance Management Cycle
	The performance management cycle is described as a continuous improvement procedure for planning, monitoring, reviewing, and rewarding an employee's performance. This approach works in a manner that attains the general performance management goal that aligns the employees’ success with organizational accomplishment (Audenaert et al. 821). The performance management cycle permits employees and management to better accomplish organizational goals via a structural process of employee development. The benefits of using this technique encompass competitiveness increase, higher employee motivation alongside more structural flexibility (Preckel et al. 699). The four main stages in the performance management cycle include planning, monitoring, reviewing, and rewarding.
[bookmark: _Toc110884229]Planning 
Within the planning phase, the basis for success gets set. Before Marks & Spenser management speaks to their employees, the team ought to meet and decide the company’s yearly objectives and goals. It entails the general strategy for an organization, but similarly individual objectives for all teams and employees, including behaviors, actions, targets, precise tasks, and development goals. Minus the vital info, any planning with the workforce will never be effective. Helmold and Brian explain that the moment the leadership team acknowledges the particulars of what they would like the worker to accomplish, it will be the best time to meet those employees and make a yearly strategic plan (149).
The meeting must outline goals utilizing the S.M.A.R.T. method. A specific goal must be defined with comprehensive info like what the corporation should achieve, how it can be done, and its importance. The goal should possess a measurable and definite indicator demonstrating if it has been realized. Whereas this goal ought to stretch an employee, it must never be lofty, making it unrealistically attainable. The goal must be relevant in that it conforms to the employee's job and the overall organizational goals. Finally, the goal should be time-bound, meaning it has a definite timeline of when the goal ought to be completed.


[bookmark: _Toc110884230]Monitoring 
Within the performance management cycle model, monitoring remains a major purpose in accomplishing the goals laid within the planning phase. From the viewpoint of Armstrong, the monitoring might not be effective only if undertaken once or twice in the year (96). The management of Marks & Spenser must meet with the employees on a quarterly or monthly basis to check the progress and provide help when required, alongside adjusting goals if needed. For the yearly setting of goals, problems usually come from poor planning and lack of motivation. Breaking these goals down into monthly sub-goals could be an easy process that gives employees manageable tasks. Therefore, holding quarterly or monthly meetings with the workforce will enable the corporation's management to monitor the process smoothly. The goals of Marks & Spenser company might shift in the year, and more recurrent meetings would permit for novel goals to get introduced.
[bookmark: _Toc110884231]Reviewing 
As the year ends, the management of the corporation, alongside the employee, always meets to review the previous year and observe if the goals have been attained. It remains an opportunity of building a collaboration with the workforce. The more involved the leadership will be in previous performance management cycle stages, the more they will be motivated to continue to work assiduously in accomplishing the goals and that of the corporation. In case appropriate monitoring was undertaken, the management would know better how well the workforce performed within the year (Kasale, Stephen, and Mathieu 11). The review stage will allow employees and management to assess the outcome alongside the process.
The workforce may present their viewpoint on their performance during the year alongside getting a response from the management team and to what extent they exceeded or met goals. For the reviewing stage, issues are getting deliberated, and probable solutions get relayed. It is the phase where future development opportunities will be discussed.
[bookmark: _Toc110884232]Rewarding 
This is the last stage in the performance management cycle. The phase is very important as it aids in the motivation of employees. In case Marks & Spenser never gives their workforce a proper reward after a month or year of striving to achieve organizational goals, these individuals will lose motivation in the succeeding year. Helmold and Brian state that these employees may lose faith in the company and feel that their talents are never appreciated, thereby looking for a job elsewhere (153). Where Marks & Spenser rewards their workforce and recognize their efforts, they will ensure that the employees will continuously work hard to achieve organizational goals. Additionally, offering rewards ought to be merit-based because this will make employees acknowledge who among them has put extra effort to deserve such awards. After the reward stage of the performance management cycle, the employee and management team of Marks & Spenser would meet and review the entire cycle.
[bookmark: _Toc110884233] Evaluation of Different Vehicles
[bookmark: _Toc110884234]360-degree feedback
	This is an employee review method providing every employee with a chance to receive performance feedback from their manager or supervisor and reporting staff members and, in some instances, customers. Successful organizations such as Marks & Spenser may struggle to guide and evaluate their workforce toward continuous improvement. Ramdhani, Rizki, and Doni explain that while more corporations are incorporating 360-degree feedback into their review process, some still find that it is not as easy as expected (111). The feedback offers insight into the behaviors and skills anticipated in the organization to achieve the vision, mission, values, and goals. 360-degree feedback is majorly utilized since it offers info regarding an employee's work competencies, working relationships, and behavior.
[bookmark: _Toc110884235]Advantages and Disadvantages 
	360-degree feedback remains a valuable development tool. This feedback system shows how the employees see themselves and how others see them. It will increase their self-awareness, implying that the subject remains more conscious of their motivations, beliefs, weakness, strength, and personalities (Schleicher et al. 2215). With such info, the employee could adjust their behavior alongside identifying their needs for training. Therefore, the worker will become highly effective within their duties or the responsibility they aim for.
	360-degree feedback has a drawback like confidentiality issues. Reviewers should be capable of delivering honest and open feedback minus the concern that a close friend or colleague could be angered or hurt by the feedback. Nevertheless, anonymity presents certain challenges. For instance, in case the process is anonymous, employees would be more inclined to leave unhelpful comments or merely target the coworkers they have a grudge with. Anonymity also implies that employees are utterly not able to respond to the feedback they find unhelpful or unfair.
[bookmark: _Toc110884236]Importance of 360-degree feedback to Marks & Spenser Company
	360-degree feedback is important and has resulted in the efficiency of Mark & Spenser and its workforce since the approach assists team members in learning to work together very effectively. When the feedback gets combined with setting precise performance goals relating to developmental areas pointed within it, even significant alterations in behavior are expected. It is the right technique since introducing a formal feedback method into an organization or group would motivate these people to set their own performance goals minus being instructed (Pulakos, Mueller-Hanson, 260). However, 360-degree feedback needs some improvement since it only concentrates on finding a negative aspect of an employee instead of celebrating alongside developing positive facets. This may result in reduced rates of engagement within the organization.
[bookmark: _Toc110884237]540-degree feedback
It is an employee performance appraisal approach having various appraisers. 540-degree feedback entails not only subordinates, peers, and superiors but also vendors and suppliers and vendors of the corporation. This feedback system is utilized to find shortcomings alongside the strength of the targeted individual and can be used as a technique of motivation for the person targeted.
[bookmark: _Toc110884238]Advantages and Disadvantages of 540-degree feedback
	Among the advantages of the 540-degree feedback system is that it gives the point of view of customers, which is important in a competitive marketplace. Marks & Spenser requires this feedback from their customers to know the areas they need to improve on. The other advantage of this approach is employees will be working closely with the vendors and suppliers; thus, their feedback will aid in strengthening business ties.
There are some limitations to the 540-degree feedback system. It tends to be time-consuming as it takes sources participating in answering questions thoughtfully. Mone and Manuel argue that the quality, as well as the amount of feedback, usually comes at the cost of losing a lot of time (95). Measuring and compiling the feedback provided internally and externally using customized software will be a prolonged process.
[bookmark: _Toc110884239]Importance of 540-degree feedback to Marks & Spenser Company
	The feedback system will contribute to the efficiencies of Marks & Spenser together with their workforce as it assists them in surviving in a competitive market environment by receiving consumers' viewpoints. Such an approach will aid the company to also orienting employees towards accomplishing higher customer satisfaction. 540-degree feedback is the right technique for the organization since data on consumer perception would be important in gaining a competitive advantage or helping Marks and Spenser company to create a unique selling proposition (Bacha, Hamid, and Arshad 46). However, the feedback system needs improvement by making it short and precise and weighing on the appropriate feedback for improvement.
[bookmark: _Toc110884240]Management by Objectives (M.B.O.)
It is a strategic approach utilized to enhance organizational performance. Management by objectives involves a process in which the organization's goals get conveyed and defined by management to the members of that corporation to accomplish every objective (Bourmistrov, Giuseppe, and Toomas, 89). The most significant step in M.B.O. is the monitoring and evaluation of the progress and performance of every worker against the set objectives.
[bookmark: _Toc110884241]Advantages and disadvantages of M.B.O.
Management by objectives offers the employees a clear comprehension of what is anticipated of them. The management will set goals for each team member, where every employee is given a list of unique responsibilities. M.B.O. also aids employees in appreciating their on-the-job responsibilities and roles.
M.B.O. has shortcomings as it majorly emphasizes targets and goals. The supervisor and managers place continuous pressure on the employees to achieve their goals and forget about using the technique for management growth, willingness to contribute, and involvement (Islami, Enis, and Naim, 97). Again, managers at times over-emphasize target setting instead of operational matters to get success.
[bookmark: _Toc110884242]Importance of M.B.O. to Marks & Spenser Company
	M.B.O. feedback will increase the efficiency of the organization and employees since it aligns the objectives of the subordinates all through the organization with the general goals set by the corporation. Preferably, employees get a stronger input in identifying their objectives and also completion time. M.B.O. is the right technique for Marks & Spenser company since it remains a strategic model whose aim is to improve organizational performance by defining clear objectives agreed upon by both employees and management (Christopher 57). M.B.O. needs improvement as it majorly depends on the skills of the manager. In case the manager has gaps in their skill set, the feedback system might not give its potential benefits. 
[bookmark: _Toc110884243]Individual Pay Related Performance (I.P.R.P.)
	I.P.R.P. is described to manage pay by connecting salary progression to individual performance evaluation, usually measured by agreed pre-agreed objectives. Examples of I.P.R.P. encompass profit sharing, sales commission, and bonuses for achieving targets alongside piecework reward systems.

[bookmark: _Toc110884244]Advantages and Disadvantages of IPRP
	IPRP is advantageous as managers can always utilize a defined framework to set their goals. It is meant to enhance an employee’s performance alongside productivity in the organization. The other advantage of I.P.R.P. is that employees will be more likely to focus on what they are supposed to do in improving if such is directly connected to pay.
	Individual pay-related performance could have its downside as the performance appraisal process will detrimentally affect Marks & Spenser due to their focus on the financial reward instead of developmental needs (Lutfullaeva 79). Since it is a reward made on a short-term quantifiable goal, this could be focused too narrowly.

[bookmark: _Toc110884245]Importance of I.P.R.P. to Marks & Spenser Company
	I.P.R.P. is essential for Marks and Spenser as it strengthens the relationship between reward and employee performance. The approach is also essential as it drives the execution of the organization's strategy to a personal level. I.P.R.P. is the right technique since it helps those who are poorly performing to enhance their work performance, which could be accompanied by training and counseling of the workers. I.P.R.P. should be improved since it decreases pay equity and may make the corporation liable to high equal pay challenges if it does not get a proper operation.
[bookmark: _Toc110884246]  As for the Professional development plan (PDP), please ensure SMART objectives
	Development Objectives
	Priority
	Activities to be undertaken
	Resources
	Target Start Date 
	Target End Date
	Criteria for Success 

	1. Develop strong and concise communication in Marks & Spenser
	verry important 
	Speech, communication activities at work, and identifying barriers in communication
	An empty room, finance, computers, professional speaker
	8/8/2022 
	8/8/2023
	Every 3 months by the communication manager

	2.Develop strong and measurable problem-solving approaches 
	Verry important
	Consider ideas of other people to solve problems, verbal reasoning, and use many solutions to solve problems.
	Finance, professional speaker, an open room.
	12/8/2022
	12/8/2022
	Every 4 months by the human resource manager.

	3.Develop an up-to-date technology for information
	 verry important
	Use a database, using spreadsheet software, and PowerPoint presentation in training. 
	Technology experts, finance, projectors, computers, laptops.
	11/8/2022
	11/8/2023
	Every 3 months by Chief technology officer (C.T.O.)

	
	
	
	
	
	
	


[bookmark: _Toc110884247]
 Conclusion 
	The more comfortable coworkers are around each other, the more confident they will be very free to brainstorm, voice their views, or produce new ideas. An excellent work relationship will provide individuals with freedom. Through the performance management cycle, Marks & Spencer will be able to make a step towards enhancing and revitalizing existing performance processes and increasing productivity.
[bookmark: _Toc110884248]


 Recommendations 

Marks & Spenser should set practice tasks. With SMART, the corporation could map out every goal stage and prepare the employees in case of potholes. A mini-challenge or a practice task will support the employees.
Through their various performance management activities, the corporation should frequently set up team meetings that talk about learning. With various individuals focusing on refining their skills, the workforce will be more efficient and achieve organizational goals.
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